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Performance appraisals are essential for effective 
evaluation and management of staff. Since perceptions 
influence people’s judgment and attitudes towards particular 
phenomena, it could be expected that the staff of an 
educational institution might hold diverse opinions about the 
performance appraisal system in the institution. The primary 
motive of the study is to measure the Perception of employees 
towards performance appraisal system in TITAN industries 
limited Hosur. Descriptive research method is used to 
describe the characteristics of a group of target population 
therefore the study follows descriptive research method. 
Further the sample was collected with adapting Non- 
Probability under convenience sampling technique. The 
sources of data are primary as well as secondary. The 
number of 140 Self-administered questionnaire distributed 
four divisions as well as watch, jewellary, eyewear and 
precision engineering employees in TITAN industries 
Limited Hosur . The statistical tools such as percentage 
analysis, t-test, F-test and Factor analysis are used for the 
study. There is no significant difference among the monthly 
salary of the respondents with regard to perception of 
employees towards performance appraisal system. 


Copyright © 2017 Ragupathi et al. This is an open access article distributed under the Creative Common 
Attibution License, which permits unrestricted use, distribution, and reproduction in any medium, provided the 
original work is properly cited. 


INTRODUCTION 

According to Manoharan, Muralidharan and Deshmukh (2009), a review of the 
literature shows that performance evaluation systems are criticized for failing to achieve 
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employee’s expectations. In spite of the large body of published work on the subject of 
performance appraisal, there are still gaps in empirical investigations of workers" 
perception of performance evaluation. This study attempts to fill such gaps. Performance 
appraisal is a key human resource management function which is viewed as a subset of 
performance management. Rao (2005, p.336) opines that “performance appraisal is a 
method of evaluating the behaviour of employees in the work spot, normally including both 
the quantitative and qualitative aspects of job performance”. Dessler (2008, p.336) views 
performance appraisal as any “procedure that entails setting work standards, 
assessing employee’s actual performance relative to those standards, and providing 
feedback to the employees with the aim of motivating him/her to eliminate performance 
deficiencies or to continue to perform above par”. The aims of appraisal according to Fajana 
(2002) are three folds: appraisal entails historical review of employees" performance; it is a 
means for distributing rewards as well as a means for determining training and 
development needs. A sound performance appraisal system can be useful in improving 
employee’s job performance, encouraging employees to express their views or to seek 
clarification on job duties and serving as a key input for administering a formal 
organizational reward and punishment systems. For performance appraisal system to be 
effective, it must have the following characteristics: it must be free of bias, the evaluator or 
rater must be objective and the method of appraisal must be fair consistent and 
equitable. 

1.1 Perception of Performance Appraisal 

Performance Appraisal Program has a significant impact on the employees’ 
perception which may influence the behaviour in terms of performance of the employees and 
so for it may impact the performance of the organisation (Ahmed et al., 2011).Perception is 
a process by which individuals organise and interpret their sensory impressions in order to 
give meaning to their environment. Employees’ perception about the performance appraisal 
results can be beneficial depending on a number of factors, which may include employees’ 
attitudes, personality, motives, interest, past experiences and their expectations from 
organisation (Robins and Judge, 2007). According to Kin law (1988), employee’s perception 
is very important, but rarely considered when they are being appraised. Employees may be 
more receptive and supportive for any Performance Appraisal Program, if they perceive the 
program, an effective source of feedback which helps to improve their performance (Mullins, 
2005). 

Employees are likely to hold and contribute in real manner to a given Performance 
Appraisal Program, if they perceive it as an opportunity for getting reward, and as an 
avenue for personal development opportunities. On the other hand, if employees perceive 
PAP as only an attempt by management to exercise closer supervision and control over the 
tasks the employees perform, various reactions may occur. Performance Appraisal will be 
effective if the appraisal process is transparent and clearly explained to the people involved 
and at same time they also agreed for same (Anthony et al., 1999). Without having 
sufficient consultation and discussion, PA may produce negative results. It is a key factor 
for the development of the organization in effective and efficient manner. Previous studies 
indicate that employee perception towards performance appraisal has a significant 
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impact on employee satisfaction and their individual performances (Ahmed et al., 
2011).Individual assessment of employees’ performances is critical for any organisation. 
HR managers need a system to monitor employee’s performance for improving the 
effectiveness and productivity of the organisation. At the same time, accurate and adequate 
feedback about performance has also been regarded as crucial to employee’s ability and 
motivation to perform effectively in an organisation (Lee and Son, 1998). 

1.2 Review of Literature 

Attempt is made in this section to review the historical background to the study, 
theoretical underpinnings and conceptual issues germane to performance appraisal. A brief 
historical excursion reveals that performance appraisal has a long etymology. The earliest 
and first known performance appraisal took place during the Wei dynasty (AD221-265) in 
China when the emperor engaged an imperial rater, whose task was to evaluate the 
performance of the official family (Koontz, 1971; Goel, 2010). “In the 16 th century Ignatius 
Loyola established a system for formal rating of the members of the Jesuit Society” 
(Armstrong, 2009, p.10). The first formal monitoring system evolved out of the work of 
Frederick Winslow Taylor of the scientific management school. Rating for the U.S armed 
services was introduced in 1920. Merit rating came to the fore in the U.S and the U.K in the 
1950s and 1960s respectively; and later re-christened performance appraisal. Management 
by objectives became popular in the U.S and the U.K in the 1960s and 1970s respectively. 
The term performance management gained prominence in the 1980s. 

1.3 Need for the Study 

This paper investigates and analyzes the employees’ perception towards 
Performance Appraisal. The outcomes constraints of effective performance appraisals in the 
manufacturing industry are explored. Besides these, the differences in perception based on 
demographic variables have also been examined. In the backdrop of the same, the research 
objective of the current paper is to analyze employees’ perceptions towards Performance 
Appraisal Program. 

1.4 Scope of the Study 

Performance appraisal in the process of determining the employee performance in an 
organisation. The aim of this appraisal is to determine the efficiencies or performance of 
employees as reflected in the organisation performance. It is used the organization to 
measure the effectiveness and efficiency of their employees. It is needed because of every 
employee has different attitude and perception level. So this performance appraisal 
determines determining employee potential and performance in an organisation. 

1.5 Objective of the Study 

The research is focused on the following objective. 

• To measure the Perception of employees towards performance appraisal system in 
TITAN industries limited Hosur. 
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1.6 Hypothesis of the Study 

To help in the study of the relationship between socio-economic profiles and Perception 
of employees towards performance appraisal system, the following null-hypothesis has been 
formulated. 

• There is no significant difference among the respondent’s socio-economic profiles 
such as gender, age group, educational status, employee salary and monthly income 
and perception of employees towards performance appraisal system. 

METHODOLOGY 

Descriptive research method is used to describe the characteristics of a group of 
target population therefore the study follows descriptive research method. Further the 
sample was collected with adapting Non-Probability under convenience sampling technique. 
The sources of data are primary as well as secondary. The primary data those data are 
collected with help of Self-administered questionnaire it consists of both open ended and 
close ended. The number of 140 Self-administered questionnaire distributed four divisions 
as well as watch, jewellary, eyewear and precision engineering employees in TITAN 
industries Limited Hosur . The scales are used for collecting the data was ‘Five Point Likert 
Scale’ ranging from 5 for ‘strongly agree’ down to 1 for ‘strongly disagree. The secondary 
data those data are collected directly from the relevant websites, Journals and books. The 
statistical tools such as percentage analysis, t-test, F-test and Factor analysis are used for 
the study. Further this study is only limited to TITAN industries limited Hosur. 

ANALYSIS OF DATA 

3.1 Socio Economic Profile of the Respondents 


Table 1 


Variables 

Characteristics 

No. of 

Respondents 

Percentage 


Male 

93 

66.4 

a) Gender 

Female 

47 

33.6 


Total 

140 

100.0 


Young age 

36 

25.7 


Middle age 

69 

49.3 

b) Age Group 




Old age 

35 

25.0 


Total 

140 

100.0 


UG 

40 

28.6 


PG 

94 

67.1 

c) Educational Status 




Diploma 

6 

4.3 


Total 

140 

100.0 
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d) Employee Division 

Watch 

Jewellary 

Eyewear 

Precision Engineering 

Total 

49 

64 

5 

22 

140 

35.0 

45.7 

3.6 

15.7 

100.0 


Low Salary 

42 

30.0 

e) Monthly Salary 

Medium Salary 

58 

41.4 


High Salary 

40 

28.6 


Total 

140 

100.0 


Sources: Primary Data 

The above table 4.1 (a) indicates that 66.4 per cent of the respondents are male and 
33.6 per cent of the respondents are female. It clearly shows that majority of the 
respondents are male (66. 4 per cent). The above table 4.1 (b) indicates that 49.3 per cent 
of the respondents are comes under the middle age group, 25.7 per cent of the respondents 
are coming under the young age group and remaining 25.0 per cent of the respondents are 
coming under the old age group. It clearly illustrate that majority of the respondents are 
coming under the middle age group (49.3 per cent). The above table 4.1 (c) indicates that 
67.1 per cent of the respondents are completed their post graduation, 28.6 per cent of the 
respondents are pursued their under gradation and 4.3 per cent of the respondents are 
completed their diploma. It clearly explains that majority of the respondents are completed 
their post graduation (67.1 per cent). The above table 4.1 (d) indicates that 45.7 per cent of 
the respondents are working jewellary division, 35.0 per cent of the respondents are 
working watch division, 15.7 per cent of the respondents are working precision engineering 
division and finally 3.6 per cent of the respondents are working eyewear division. It clearly 
confirm that majority of the respondents are working jewellary division (45.7 per cent). The 
above table 4.1 (e) indicates that 41.4 per cent of the respondents are getting medium level 
of income, 28.6 per cent of the respondents are earning low level of income and 28.6 per cent 
of the respondents received high level income. It clearly proves that majority of the 
respondents earning medium level income (41.6 per cent). 

3.2 Indicating KMO and Perception of Employees towards Performance Appraisal 
System 


Table 2 


KMO and Bartlett's Test 

Kaiser-Meyer-Olkin Measure of Sampling 
Adequacy. 

0.719 

Bartlett's Test of 
Sphericity 

Approx. Chi-Square 

732.766 

df 

91 

Sig. 

.000 


Sources: Primary Data 
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From the table 4.2 it could be noted that Kaiser-Meyer-Olkin measure of sampling 
adequacy is 0.719 and Bartlett’s test of Sphericity approximate Chi-Square value in 732.766 
which are statistically significant at 5% level. 

3.3 Indication Total Variance Explained for Perception of Employees towards 
Performance Appraisal System 


Table 3 


Component 

Initial Eigenvalues 

Extraction Sums of 
Squared Loadings 

Rotation Sums of 
Squared Loadings 

Total 

% of Variance 

Cumulative % 

Total 

% of Variance 

Cumulative % 

Total 

% of Variance 

Cumulative % 

1 

4.637 

33.120 

33.120 

4.637 

33.120 

33.120 

2.518 

17.987 

17.987 

2 

1.852 

13.227 

46.347 

1.852 

13.227 

46.347 

2.392 

17.084 

35.071 

3 

1.247 

8.904 

55.251 

1.247 

8.904 

55.251 

2.160 

15.428 

50.498 

4 

1.181 

8.437 

63.689 

1.181 

8.437 

63.689 

1.847 

13.190 

63.689 


Extraction Method: Principal Component Analysis. 

In the above table four factors have been extracted on the basis of prior knowledge to 
describe the relationships among variable in a best way. Finally, from the cumulative 
percentage of variance accounted for, it can be seen that five accounts for 63.689 per cent of 
the variance, contributed by first component is (17.987 per cent) followed by second (17.084 
per cent), third (15.428 per cent and last (13.190 per cent) of total variance. 

3.4 Indicating Rotated Component Matrix for Perception of Employees towards 
Performance Appraisal System 


Table 4 


Perception of Employees towards 


Component 


Performance Appraisal System 





1 

2 

3 

4 

Perception towards employee growth 

The EPAS of the company is motivating to the 
employees 

.802 




The EPAS recognized employee achievement 
and performance objectively 

.662 




The EPAS is accurate in terms of content and 
purpose. 

.609 




The EPAS is effective in encouraging 
employees to work hard. 

.600 
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The EPAS is designed to motivate employees 

.523 




Perception of company reputation 

The EPAS is aligned with the vision and 
mission of the institution 


.799 



The objective of the EPAS is appropriate to the 
needs of the staffs and faculty. 


.689 



The EPAS of the company is fair and objective. 


.672 



Conducts of evaluation are honestly and fairly 
done 


.585 



Perception towards employees benefits 

The employees are satisfied with the way they 
are being evaluated and ranked 



.874 


Employees take part in the formulation of the 
EPAS. 



.768 


Those who got the highest rank are given 
appropriate rewards 



.621 


Perception of adequacy 

The EPAS relevant and reliable 




.804 

The result of the evaluation are openly 
explained and discussed to the employee 
concerned 




.501 


Extraction Method: Principal Component Analysis. 

Rotation Method: Varimax with Kaiser Normalization. 

a. Rotation converged in 12 iterations. 

From the above table 4.4 it can be noted that 5 variables create from the first factor 
which can be given suitable name as “Perception towards employee growth”. The second 
factor can be named as “Perception of company reputation consisting of four variables. The 
third factor is formed with three variables which can be named as “Perception towards 
employee’s benefits”. The fourth factor can be named as “Perception of adequacy” consisting 
of two variables. This reveals that factor analysis result in four predominant factors. 

3.5 Classification of the respondents based on Gender and Perception of 
Employees towards Performance Appraisal System 

• Ho : There is no significant difference between the male and female respondents with 
regard to perception of employees towards performance appraisal system 


Table No 5 

Gender and Perception of Employees towards Performance Appraisal System 


Perception of EPAS 

Gender 

N 

Mean 

Std. 

Deviation 

t- 

Value 

P- 

Value 

Ho 

Accepted / 
Rejected 

a. Perception towards 

Male 

93 

20.56 

3.354 
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employee growth 

Female 

47 

21.51 

2.661 

1.693 

0.093 

Accepted 



Total 

140 






b. 

Perception of 

Male 

93 

16.39 

2.609 





company 

Female 

47 

17.04 

2.156 

1.484 

0.140 

Accepted 


reputation 

Total 

140 








Male 

93 

11.96 

2.372 




c. 

Perception towards 
employees benefits 

Female 

47 

12.11 

2.713 

.335 

0.738 

Accepted 



Total 

140 








Male 

93 

8.39 

1.568 




d. 

Perception of 
adequacy 

Female 

47 

9.23 

1.220 

3.240 

0.002 

Rejected 


Total 

140 







Sources: Primary Data 


The above table 4.5 (a) shows that the P value (0.093) is more than 0.05, therefore 
the null hypothesis is accepted at 5% level of significance. Hence it is concluded that there 
is no significant difference between the male and female respondents in Perception towards 
employee growth as a factor for perception of employees towards performance appraisal 
system 

The above table 4.5 (b) shows that the P value (0.140) is more than 0.05; therefore 
the null hypothesis is accepted at 5% level of significance. Hence it is concluded that there 
is no significant difference between the male and female respondents in Perception of 
company reputation as a factor for perception of employees towards performance appraisal 
system 

The above table 4.5 (c) shows that the P value (0.738) is more than 0.05; therefore 
the null hypothesis is accepted at 5% level of significance. Hence it is concluded that there 
is no significant difference between the male and female respondents in Perception towards 
employee’s benefits as a factor for perception of employees towards performance appraisal 
system 

The above table 4.5 (d) shows that the P value (0.002) is less than 0.05; therefore the 
null hypothesis is rejected at 5% level of significance. Hence it is concluded that there is 
significant difference between the male and female respondents in Perception of adequacy 
as a factor for perception of employees towards performance appraisal system 

3.6 Classification of the respondents based on Age Group and Perception of 
Employees towards Performance Appraisal System 

• Ho : There is no significant difference among the age group of the respondents with 
regard to perception of employees towards performance appraisal system 
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Table No 6 

Age Group and Perception of Employees towards Performance Appraisal System 


Perception of 
EPAS 

Age Group 

N 

Mean 

Std. 

Deviation 

F- 

Value 

P- 

Value 

HO 

Accepted / 
Rejected 


Young age 

36 

20.17 

3.821 




a. Perception 

Middle age 

69 

21.10 

2.723 




towards 








employee growth 

Old age 

35 

21.17 

3.204 

1.239 

0.293 

Accepted 


Total 

140 

20.88 

3.161 





Young age 

36 

17.31 

1.600 




b. Perception of 

Middle age 

69 

16.09 

2.672 

3.327 

0.039 

Rejected 

company 








reputation 

Old age 

35 

16.91 

2.650 





Total 

140 

16.61 

2.478 





Young age 

36 

11.42 

2.666 




c. Perception 








towards 

Middle age 

69 

12.13 

2.043 

1.490 

0.229 

Accepted 

employees 

Old age 

35 

12.37 

3.001 




benefits 









Total 

140 

12.01 

2.483 





Young age 

36 

8.33 

1.740 




d. Perception of 

Middle age 

69 

8.84 

1.451 

1.344 

0.264 

Accepted 

adequacy 

Old age 

35 

8.69 

1.345 





Total 

140 

8.67 

1.510 





Sources: Primary Data 


The above table 4.6 (a) shows that the P value (0.293) is more than 0.05, therefore 
the null hypothesis is accepted at 5% level of significance. Hence it is concluded that there 
is no significant difference among the age group of the respondents in Perception towards 
employee growth as a factor for perception of employees towards performance appraisal 
system. 

The above table 4.6 (b) shows that the P value (0.039) is less than 0.05; therefore the 
null hypothesis is rejected at 5% level of significance. Hence it is concluded that there is 
significant difference among the age group of the respondents in Perception of company 
reputation as a factor for perception of employees towards performance appraisal system. 

The above table 4.6 (c) shows that the P value (0.229) is more than 0.05; therefore 
the null hypothesis is accepted at 5% level of significance. Hence it is concluded that there 
is no significant difference among the age group of the respondents in Perception towards 
employee’s benefits as a factor for perception of employees towards performance appraisal 
system. 
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The above table 4.6 (d) shows that the P value (0.264) is more than 0.05; therefore 
the null hypothesis is accepted at 5% level of significance. Hence it is concluded that there 
is no significant difference among the age group of the respondents in Perception of 
adequacy as a factor for perception of employees towards performance appraisal system. 

3.7 Classification of the respondents based on Monthly Salary and Perception of 
Employees towards Performance Appraisal System 

• Ho: There is no significant difference among the monthly salary of the respondents 
with regard to perception of employees towards performance appraisal system 


Table No 7 

Monthly Salary and Perception of Employees towards Performance Appraisal 

System 


Perception of EPAS 

Monthly 

Salary 

N 

Mean 

Std. 

Deviation 

F- 

Value 

P- 

Value 

HO 

Accepted / 
Rejected 



Low Salary 

42 

19.79 

3.324 




a. Perception 
towards 


Medium 

Salary 

58 

21.29 

2.926 

3.749 

0.026 

Rejected 

employee growth 

High Salary 

40 

21.43 

3.104 






Total 

140 

20.88 

3.161 






Low Salary 

42 

16.69 

1.675 




b. Perception of 
company 


Medium 

Salary 

58 

16.59 

2.384 

.036 

0.965 

Accepted 

reputation 


High Salary 

40 

16.55 

3.258 






Total 

140 

16.61 

2.478 






Low Salary 

42 

11.95 

2.527 




c. Perception 


Mprhnm 







towards 

employees 


Salary 

58 

12.19 

1.924 

.303 

0.739 

Accepted 

benefits 


High Salary 

40 

11.80 

3.123 






Total 

140 

12.01 

2.483 






Low Salary 

42 

8.62 

1.738 




d. Perception of 
adequacy 


Medium 

Salary 

58 

8.76 

1.342 

.165 

0.848 

Accepted 



High Salary 

40 

8.60 

1.516 






Total 

140 

8.67 

1.510 





Sources: Primary Data 


The above table 4.7 (a) shows that the P value (0.026) is less than 0.05, therefore the 
null hypothesis is rejected at 5% level of significance. Hence it is concluded that there is 
significant difference among the monthly salary of the respondents in Perception towards 
employee growth as a factor for perception of employees towards performance appraisal 
system. 
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The above table 4.7 (b) shows that the P value (0.965) is less than 0.05; therefore the 
null hypothesis is rejected at 5% level of significance. Hence it is concluded that there is no 
significant difference among the monthly salary of the respondents in Perception of 
company reputation as a factor for perception of employees towards performance appraisal 
system. 

The above table 4.7 (c) shows that the P value (0.739) is more than 0.05; therefore 
the null hypothesis is accepted at 5% level of significance. Hence it is concluded that there 
is no significant difference among the monthly salary of the respondents in Perception 
towards employee’s benefits as a factor for perception of employees towards performance 
appraisal system. 

The above table 4.7 (d) shows that the P value (0.848) is more than 0.05; therefore 
the null hypothesis is accepted at 5% level of significance. Hence it is concluded that there 
is no significant difference among the monthly salary of the respondents in Perception of 
adequacy as a factor for perception of employees towards performance appraisal system. 

FINDINGS 

4.1 Findings based on the Socio-Economic Profile of the Respondents 

1. There is significant difference between the male and female respondents in 
Perception of adequacy as a factor for perception of employees towards performance 
appraisal system 

2. That there is significant difference among the age group of the respondents in 
Perception of company reputation as a factor for perception of employees towards 
performance appraisal system. 

3. There is significant difference among the monthly salary of the respondents in 
Perception towards employee growth as a factor for perception of employees towards 
performance appraisal system. 

SUGGESTION 

The suggestions based on the findings the male and female respondents perception 
of adequacy factor is not favour with their Perception of adequacy as a factor for perception 
of employees towards performance appraisal system. Moreover the different age group of 
the respondents is not favour with their Perception of company reputation as a factor 
perception of employees towards performance appraisal system. Similar to the monthly 
salary of the respondents is no favour with their Perception towards employee growth as a 
factor performance appraisal system. 

SCOPE FOR FUTURE RESEARCH 

The area of performance appraisal is so enormous and omnipresent that there is no 
end to the research dimensions associated with this. The same research can be extended to 
explore new degrees and levels of performance appraisal. We may analyze the workplace 
factors contributing to employee perception and their impact on performance levels of the 
employees in packaging industry. This research explores the outcomes and constraints of 
effective Performance Appraisal Program from employees’ point of view; the future research 
may investigate these dimensions from managerial point of view. 
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CONCLUSION 

The intent of the research report is to explore the insides of perception of employees 
towards performance appraisal system. Most of the employees highly satisfied with their 
perception of employees towards performance appraisal system though some of the 
employees are slightly satisfied. Hence the major findings help both the industries and 
employees to improve the performance appraisal system. Ultimately this study is useful to 
policy makers industries and perception of employees towards performance appraisal 
system. 
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